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Abstract 
The primary purpose of the study is to identify potential gender inequity in faculty positions in terms of salary, 
career development, and their workloads at a public four-year institution. In order to provide multiple stakeholder 
groups with more acceptable research outcomes, this study uses institution-specific criteria that directly represent 
the unique situation of the institution and the faculty members in the analysis. As a result, this study found no 
significant evidence that verified institutional gender inequity in faculty salaries. Also, the analyses associated with 
gender difference in career development and faculty workloads found no evidence that was unfavourable to female 
faculty.  
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1. Introduction 
 Among the various issues regarding gender equity in higher education, faculty salary analysis becomes a major area 
under discussion. In fact, many institutions regularly check their faculty salaries to ensure institutional equity in faculty positions. 
Also, some professional organizations such as the American Association of University Professors (AAUP) has annually reported 
the result of the national data analysis about faculty salary and provided institutions with empirical information for benchmark.  
For example, according to a faculty survey study (2007) conducted by College and University Professional Association 
(CUPA), female faculty generally have a lower salary than their male counterparts; females earn 92% of what males earn. In this 
report, CUPA specified the national faculty salary by discipline, because academic discipline is a major factor differentiating 
faculty salaries. The estimation of salary difference amount by gender and discipline could be benchmarking information for 
institutional salary analysis. Based on the result of the national data analysis, individual institutions are able to set up a standard 
for decision making related to the equity policy of faculty salaries.  
In institutional research regarding equity issues, however, there is a huge possibility for researchers to face a dilemmatic 
situation in which the result of data analysis does not meet expectations of the both institution and immediate stakeholder group, 
so the institutional researchers cannot find a wining scenario from the result. For example, if a study found some evidences that 
verify gender inequity, the administrators of the institution may dissent from the result in terms of methodological issues and 
appropriateness of the analysis. Meanwhile, even if the study found no evidences about gender inequity, the minority group such 
as women faculty would not believe the result and make same issues to the one from the administrators in the opposite case. For 
this reason research needs to use criteria and methods that directly indicate the unique situation of the institution and precisely 
represent personal difference in faculty members’ career and academic ability in equity studies. 
The purpose of the study is to identify potential gender inequity in faculty positions in terms of salary at a public four-
year institution by applying institution-specific criteria regarding faculty career such as length of time that is represented by 
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faculty rank, length of service at the institution, and prior academic experiences that faculty obtained before they were hired by 
the institution. In addition to salary analysis, this study applies institution-specific criteria to the analyses of faculty career 
development and workloads to diagnose potential gender inequity in those two aspects of faculty life in the institution. For 
example, faculty career development in this study includes promotion and tenure rate and administrative or academic services. 
Faculty workloads include teaching and mentoring student obligations.  
 
2. Data and Analysis  
In order to identify gender differences in faculty salaries, this study used the salary data of a four-year public institution 
in New York. With this faculty salary data, two analysis methods were employed; descriptive analysis and regression analysis. In 
the descriptive data analysis, this study checked gender difference in salary by faculty rank. In the regression analysis, the study 
had seven independent variables that belong to three categories of factor; gender, discipline, and length of (academic) time.  
For the gender difference in faculty career development, this study looked into the data about promotion and tenure 
evaluation records during 2001 to 2007. The institution reviewed 42 promotion cases and 24 continuing appointments within that 
time period. Promotions include career mobility from assistant professor level to associate level and from associate professor 
level to full professor level. With faculty career development, this study also analyzed faculty members’ academic and 
administrative services such as major search committee, governance committee, and faculty chair positions. 
Meanwhile, the data about faculty workloads included teaching and mentoring student obligations. The total number of 
direct/indirect credit delivered and mentee students were checked across faculty genders. In this analysis, t-test was employed to 
check whether or not the gender differences in faculty workloads regarding teaching and mentoring were significant.   
 
3. Results 
3.1. Salary  
Across genders and ranks, the faculty in the college earned $71,425 on average in 2009. To investigate gender gap in 
faculty salary this study divided the average salary by genders. Table 1 showed the average salaries for both genders and gender 
gap. There was 16% of gender gap in salaries; female faculty on average earned 84% of what male faculty earned at the college.  
Table 1. Salary by Gender 
Gender Salary Salary gap by gender 
Female $66,369.4 
Male $78,693.5 16% 
 
However, this gender gap in salary was reduced when the study broke down faculty salary by ranks. In the associate 
professor level, gender gap in salary was 7.3%, while in assistant and full professor levels the gender gaps were relatively small, 
2.4% and 2.3% respectively. Table 2 illustrated gender gaps in faculty salaries across ranks. 
 
Table 2. Salary by Gender and Rank 
Assistant Associate Full 
Female 59,471 74,237 91,595 
Male 60,909 80,058 93,768 
Gender salary gap by rank 2.4% 7.3% 2.3% 
 
Compared to the national data, these institutional gender gaps in faculty salaries were not very depressing. According to 
AAUP (2008), nationally, there were 12.1% of gender gap in full professor salaries, 6.8% of gap in associate professor salaries, 
and 6.8% of gap in assistant professor salaries. The gender gaps of the institution in full and assistant professor levels were much 
smaller than the national gaps. 
In this descriptive data analysis, the study did not consider faculty disciplines and length of time, which were generally 
perceived as important factors affecting faculty salary (Haignere, 2002; Lawler, 1983), into account. In order to identify the 
actual impact of gender on the salary difference, however, this study needed to control disciplines (areas of study) and length of 
academic service both before and after the time when faculty was hired by the institution. A regression analysis, as a next step, 
was conducted with the equation below.  
 
 
 
where: 
    Dependent variable 
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Y = Annual Salary of Faculty Members  
    Independent Variables  
X1 = Gender 
     <Length of Time> 
X2 = Faculty Rank 
X3 = Length of Service 
X4 = Prior Experience 
     <Areas of Study, Discipline> 
X5 = BME (Business, Management and Economics) 
X6 = CS (Cultural Studies) 
X7 = STSC (Social Theory, Social Structure, and Change) 
 
In the equation, the dependent variable was the annual salary of faculty members, and there were three groups of 
independent variables: gender, length of time, and areas of study (disciplines). Length of time included faculty rank, length of 
service at the institution, prior academic experiences that faculty obtained before they were hired by the institution. Three 
independent variables under the areas of study had a dichotomous scale (being a faculty member in the area of study or not). 
These three variables were selected because they were the top three disciplines in highest salary across the institution.  
The regression analysis yielded high value of R Square, .872, which means that 87.2% of total variance in faculty salary 
was explained by the 7 independent variables in the equation. More specifically, the table (Coefficients) below illustrates that 
gender was not a significant factor influencing faculty salary when controlling the length of time and the areas of study. Whereas, 
all independent variables under the length of time were significant; faculty rank had the strongest impact on the salary. Length of 
service at the college and prior experience were following respectively. Meanwhile, three independent variables under the areas 
of study were not significant.  
 
Table 3. Result of Regression Analysis 
 
 
 
3.2. Career development  
During the time from 2001 to 2007, the college had 42 promotion review cases that included faculty career development 
from assistant to associate and associate to full professor level. Among the review cases 70% of females’ requests were approved 
and 54.5% of males’ requests were approved. Table 4 demonstrated frequencies and percentages of the review cases by gender. 
With regard to faculty tenure evaluation, the college had 24 continuing appointments and 100 % of the tenure requests including 
16 females and 8 males within that time period.  
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Table 4 Promotion Rate by Gender 
Approved Denied Total 
Female 14 (70.0%) 6 (30.0%) 20 (100%) 
Male 12 (54.5%) 10 (45.5%) 22 (100%) 
Total 26 (61.9%) 16 (38.1%) 42 (100%) 
 
This study also investigated faculty members’ college-wide administrative services that included major search 
committees, governance committees, and faculty chair positions. In 13 major search committees at president’s council levels 
from 2005 to 2008, 18 male faculty and 13 female faculty have served as a member. The college’s five governance committees 
in which faculty members were actively involved included 19 female faculty and 16 male faculty. Among these governance 
committees three female faculty members were taking chair positions. The college had 12 faculty chair positions in 2008 and 
those positions were occupied by six females, five males, and one vacancy. 
 
3.3. Workloads  
Total amount of direct credit delivered by faculty was calculated through multiplying the credit numbers of direct 
teaching courses by the number of students in the courses. Overall, the averages of direct credits delivered by both genders were 
close to one another; female faculty delivered 356 direct credits and male faculty delivered 351 direct credits on average. This 
closeness was found in the gender comparison of indirect credits delivered. Indirect credit in the institution refers to faculty 
service for students in arranging, monitoring, and reviewing student documentation regarding student learning. Total amount of 
indirect credit was determined through multiplying the credit numbers of indirect teaching courses by the number of students.  
On average, female faculty delivered 227 indirect credits and male faculty delivered 215 indirect credits. Table 6 and 7 illustrated 
numbers of direct and indirect credits delivered by faculty respectively. 
 
Table 5. Direct Credits by Gender 
Gender Minimum Maximum Mean Median Std. Deviation 
Female 4 867 356.3 342 194.1 
Male 18 702 351.7 319 183.2 
 
Table 6. Indirect Credits by Gender 
Gender Minimum Maximum Mean Median Std. Deviation 
Female 5 670 227.1 200 148.9 
Male 4 756 215.8 189 165.1 
 
One of the educational focuses of the institution is on the individualized student learning, so that the relationship between 
faculty and students are much closer than that of traditional institutions. In this respect, mentoring students is a huge obligation to 
which faculty members have to devote as a part of their workloads. The data analysis yielded that both male and female faculty 
had a similar number of mentee students; female faculty had about 95 mentee students and male faculty had 104 mentee students 
on average. In order to test significance of the gender difference in teaching and mentoring workloads, this study conducted a t-
test and found no significant gender difference across direct and indirect credits delivered and number of mentee students. 
 
4. Conclusion 
From the descriptive data analysis, the study found some gender differences in faculty salary across the ranks, but these 
institutional differences were less than the national data. Whereas the result from the regression analysis yielded that gender was 
not a significant factor affecting faculty salary variance when the study controlled the length of time (rank, length of service at 
the college, and prior experience) and the area of study (discipline). Rather, faculty rank had the most powerful impact on salary 
and the length of service at the college was the second most powerful factor in the analysis. However, all three variables under 
the area of study were not significant, which means that faculty salaries of the institution are not obviously different across the 
areas of study. 
1278  Yong-Lyun Kim / Procedia - Social and Behavioral Sciences 29 (2011) 1274 – 1278
The analyses associated with gender difference in career development and faculty workloads found no evidence that was 
unfavorable to female faculty. In fact, the proportion of female faculty regarding the approval rate of the promotion and tenure 
requests was higher than that of male faculty. Also, the analysis about faculty’s college-wide administrative services did not yield 
any gender-specific information that was unfavorable to female faculty. In the analysis of faculty workloads, the study found no 
significant gender differences in terms of direct and indirect teaching credits and number of mentee students as well. 
In order to provide well-rounded information that can be accepted by multiple stakeholder groups regarding gender 
equity issues, institutional research should employ specified and individualized research criteria and methods that directly 
represent the uniqueness of the institution and the research target groups. Through using institutionalized methods, this study 
consequently found no significant gender differences in faculty positions of the institution in terms of salary, career development, 
and professional obligations. However, there is still a possibility that women faculty would not believe the result of the study. If 
it is the case, this study recommends some alternative research methods that are focused on qualitative approaches such as 
interview and climate survey. 
 
 
Acknowledgement 
 
Hankuk University of Foreign Studies partly sponsored this study for the publication. 
 
 
References 
American Association of University Professor (2009). Disparities in the salaries and appointments of academic women and men. 
Retrieved December 16, 2009 from http://www.aaup.org/AAUP/issues/women/menwomenpay.htm  
College and University Professional Association (2008). National faculty salary survey by discipline and rank in four-year 
colleges and universities: For the 2008-2009 academic year. Retrieved December 16, 2009 from   
http://www.cupahr.org/surveys/files/salary0809/NFSS09ExecutiveSummary.pdf 
Haignere, L. (2002). Paychecks: a guide to conducting salary-equity studies for higher education faculty. Washington, D.C.: 
American Association of University Professors. 
Lawler, E. E. (1983). Pay and organization development. Reading Mass.: Addison-Wesley. 
McLaughlin, G. W., & Howard, R. D. (2003). Faculty salary analyses. In Knight, W. E (Ed.), The Primer for Institutional 
Research (pp. 48-78). Tallahassee: Association for Institutional Research. 
Milkovich, G. T., & Newman, J. M. (1987). Compensation. Plano, TX: Business Publications. 
 
